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Foreword
In an effort to determine the existence of "family-friendly" 
policies within public accounting firms and to gather quantitative 
human resources data on men and women in the accounting profession, 
the American Institute of Certified Public Accountants (AICPA) —  
under the auspices of the Women and Family Issues Executive 
Committee —  conducted a nationwide survey of its public accounting 
firms.
Questionnaires were sent to the managing partners of a random 
sample of over 5,300 of the Institute's non-sole practitioner firms 
in early December, 1993. Larger firms with more than 20 AICPA 
members were oversampled to ensure enough responses for the cross­
tabulations presented in this report. However, the results were 
weighted to ensure that the oversample did not affect the "All 
Respondents" results in the report. The managing partners were 
sent follow-up questionnaires in mid-December, 1993.
A total of 1,710 completed questionnaires are included in the 
analysis that follows. An additional 15 questionnaires were 
received after the survey cut-off date. This translates into 
usable and overall response rates of about 32 percent.
Firms responding to the survey closely match all non-sole 




Twenty percent of the responding firms are headquartered in 
the Northeast, 33 percent are headquartered in the South, 23 
percent in the Midwest, and 24 percent in the West.
Nearly all firms represented in the survey (94 percent) were 
described as local firms by respondents, five percent were 
described as regional firms, and about one percent national or 
international.
The majority of firms represented in the survey (57 percent) 
have fewer than five AICPA members in the firm; 26 percent 
have five to ten members in the firm, nine percent have 11 to 
20 AICPA members in the firm, and eight percent have over 20 
AICPA members.
Professional Staff at Firms
Firms responding to the survey were first asked to provide various 
information regarding the male and female professional staff 
currently employed — both full-time and part-time—  by their firm. 
[For purposes of the survey, professional staff means client 
service professionals only and are defined as CPAs, prospective 
CPAs, and others with a similar amount of academic training in a 
field that is part of the practice of public accounting (e.g., 
consulting). Partners and others in equivalent positions (such as 
Shareholders) are included in this definition.]
o Nearly two-thirds of all full-time professional staff employed 
by responding firms are male, a pattern which held regardless 
of firm size. By comparison, more than seven out of every ten 
part-time professionals employed by the responding firms are 
female with a positive correlation between firm size and the 
percentage of female part-time professionals.
o Slightly less than half of the professionals hired by all 
responding firms within the last three years are women.
o Firms responding to the survey indicated that 44 percent of 
the professionals who left the firm within the last three 
years are female. While turnover among male professionals
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within the last three years is relatively higher at larger 
firms than at smaller firms, the opposite is true for female 
professionals.
o Just under half of the professionals promoted to
supervisor/senior within the last three years are women.
o Just under two out of every five professionals promoted to 
manager within the last three years are women.
o One-third of the professionals promoted to senior manager 
within the last three years are women.
o Responding firms reported that over one-fourth of the 
professionals promoted to director by their firm within the 
last three years are women.
o Slightly less than four out of every ten professionals
promoted to principal within the last three years are female.
o Just over one-fourth of the professional staff admitted to 
partner or shareholder within the last three years are women. 
As firm size increases, the percentage of female professionals 
admitted to partner or shareholder decreases.
Respondents were next asked to indicate the number of male and
female professionals who are partners/shareholders, principals,
directors, senior managers, managers, supervisors/seniors, and
staff accountants at their firm.
o Nearly nine out of every ten partners/shareholders of
responding firms are men.
o About one-fourth of the responding firms' principals are
women.
o Less than one-fourth of the directors employed by the firms 
represented in the survey are women.
o Just over one-fourth of the senior managers employed by firms 
responding to the survey are women.
o Respondents reported that over one-third of the managers
employed by their firms are women.
o Almost half of the supervisors/seniors employed by responding 
firms are women.
o Just over half of the responding firms' staff accountants are 
women.
-3-
o Smaller firms generally reported greater proportions of women 
at all levels than did larger firms.
o About two out of every five of all professionals employed —  
both full-time and part-time—  by responding firms are women.
o More than one-third of the male professionals represented in 
the survey are partners/shareholders. By comparison, female 
professionals are concentrated at the other end of the 
spectrum; 42 percent are staff accountants, a pattern which 
held across all firm sizes. However, smaller firms have a 
relatively greater proportion of females at the 
partner/shareholder level than do larger firms.
Respondents were next asked to provide a breakdown of the turnover
of male and female professionals at their firm within the last
three years.
o Average annual turnover for the past three years among both 
male and female professionals (24.8 percent and 26.5 percent, 
respectively) is concentrated at the supervisor/senior level. 
By comparison, turnover for females is lowest at the director 
level (2.5 percent) and at the partner/shareholder level for 
males (3.1 percent).
o Average annual turnover for the past three years among male 
professional staff is often higher — albeit only slightly in 
some positions—  than turnover among female professionals with 
a few exceptions: at the principal level (5.3 percent for
females, 3.8 percent for males); at the staff accountant level 
(18.2 percent for males 18.9 percent for females); and at the 
supervisor/senior level as noted previously.
o Larger firms generally had relatively higher rates of turnover 
than did smaller firms among both male and female 
professionals at all levels. The differences, however, are 
most pronounced at the senior manager, manager, and 
supervisor/senior levels.
Responding firms were next presented with a listing of senior
management positions and asked to indicate the number of male and
female professionals in each position at their firm.
o Fourteen percent of the responding firms' "policy level senior 
partners” are women.
o One out of every ten "national practice management level 
senior partners/vice chairs” is a woman.
o Seven percent of responding firms' "regional partners” are
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women.
Fourteen percent of the "office managing partners" of the 
firms represented in the survey are women.
Less than one out of every five "firm directors of audit" is 
a woman.
One out of every five "firm directors of tax" is a woman.
Thirteen percent of the "firm directors of consulting" are 
women.
Just under one out of every five "firm directors of client 
service practice areas" is a woman.
Just over one out of every five of the responding firms' "firm 
directors of industry specialty areas" is a woman.
With the exception of "national practice management level 
senior partners/vice chairs", smaller firms have relatively 
greater proportions of women in each of the above senior 
management positions than do larger firms.
Nearly one-third of the responding firms' professional staff 
in "other senior management positions" are women, the 
incidence of which decreases as firm size increases. Among 
the most frequently mentioned "other senior management 
positions" held by female professionals at responding firms 
were: Director, Quality Control; Director, Marketing/Sales;
and Director, Office Automation/Computer Department/EDP. By 
comparison, the most frequently mentioned "other senior 
management positions" held by male professionals included: 
General Partner; Firm Administrative Partner; and 
Director/Partner in Charge of Quality Control.
Firm Policies
The overwhelming majority of firms responding to the survey —  
97 percent—  do not offer any alternative partnership or 
shareholder arrangements such as salary only, graduated 
benefits, or part-time partnership/shareholder. Larger firms 
are only slightly more apt to offer these types of 
arrangements.
Only a minority of firms responding to the survey — 13 
percent—  offer a non-partnership and non-shareholder career 
alternative for professionals. Such alternatives are 
relatively new: 44 percent instituted them between 1990-94, 
while 30 percent institute such alternatives between 1985-89. 
As firm size increases, so does the likelihood of the firm 
offering such an alternative.
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o Fifty six percent of the firms offering a non-partnership or 
non-shareholder career alternative reported that they 
currently have at least one female employee using the 
alternative while only 27 percent reported having at least one 
male employee currently using the alternative.
o When asked whether their firm allows professionals to utilize 
flexible work options after the birth of a child while 
continuing on the partnership/shareholder track, most 
respondents said their firm handles such situations on a case- 
by-case basis (34 percent) or has an informal policy (27 
percent). In contrast, 32 percent do not allow such 
situations.
Respondents were next presented with a list of nine family-related 
programs/policies and asked to indicate whether their firm 
currently has a program or policy (either written or unwritten) in 
each area listed, and if so, whether their firm plans to make any 
changes within the next three years.
o Of the nine programs listed, maternity leave was the only one 
for which the majority of responding firms (52 percent firm­
wide and 8 percent local office option) currently have a 
policy. Sick/emergency child care was a distant second,
offered by just over one-third of the responding firms.
o In those areas listed on the survey questionnaire where firms 
currently have a program or policy, nearly all respondents —  
98 percent—  reported that their firm does not plan to make 
changes to these policies within the next three years.
o In those areas where their firm does not currently have a 
program or policy, more than eight out of every ten 
respondents said that their firm does not plan to implement 
any programs or policies in these nine areas within the next 
three years.
Respondents were next asked to indicate the following with respect
to female professionals who had had a child within the past three
years while with their firm: the number who returned to the firm
on a full-time basis; the number who returned to the firm on a
part-time basis; and the number who did not return to the firm.
o Firms responding to the survey indicated that, in the past 
three years, over 1,300 female professional staff had had 
children while with their firm. Of these, the majority — 62
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percent—  returned to the firm on a full-time basis, while 27 
percent returned to the firm on a part-time basis, and 11 
percent did not return to the firm. This general pattern held 
across all firm sizes.
Respondents were next presented with a list of five flexible work 
options and asked to indicate those which the firm currently offers 
and whether the firm plans to make any changes within the next 
three years. For those options which the firm does not currently 
offer, respondents were asked whether the firm plans to implement 
the option within the next three years.
o Part-time hours are the most popular, with nearly two-thirds 
of the responding firms indicating that they offer this 
arrangement. Fifty six percent of the firms offer flex-time 
hours, and more than four out of every ten offer special 
summer or holiday hours. By comparison, just under one-fourth 
offer work-at-home options, and seven percent offer job­
sharing. Stratifying responses by firm size reveals only one 
notable variation: the larger the firm, the greater the
likelihood that it offers flex-time and part-time hours.
o Nearly all respondents — 98 percent—  said that their firm 
does not plan to make any changes within the next three years 
to the flexible work options currently offered.
o Where the firm does not currently offer a given flexible work 
option, more than nine out of every ten respondents reported 
that their firm does not plan to implement the option within 
the next three years.
Respondents were next presented with a list of factors and asked to 
indicate the importance of each in their decisions on programs and 
policies concerning work and family issues.
o More than half of the respondents said that "morale”, "value 
of individuals”, "productivity”, and "retention” are "very 
important” factors in their firms' decisions in implementing 
or changing policies that concern work and family issues. In 
contrast, nearly half said that "recruitment" is "not 
particularly important” in making such decisions, while about 
one-third said the same for "absenteeism”.
Respondents were also queried as to whether their firm has: a
sexual harassment sensitivity training program; a formal mentoring
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program; a leadership development training program, a gender 
awareness training program; or a diversity training program 
currently in place. Firms that do were also asked whether or not 
participation in the program is mandatory for professional staff. 
For those programs which the are not currently in place at their 
firm, respondents were asked whether the firm plans to implement 
the program in the next three years.
o At least nine out of every ten responding firms currently do 
not have a sexual harassment sensitivity training program, a 
formal mentoring program, a gender awareness training program, 
or a diversity training program. Conversely, 16 percent of 
the firms do have a leadership development training program. 
When any of these programs are currently in place at a firm, 
the majority of respondents reported that participation in the 
program is mandatory for professional staff.
o More than nine out of every ten firms that do not have a given 
program currently in place have no plans for implementing the 
program within the next three years.
The survey also sought to ascertain whether firms have policies
covering relocation assistance, sexual harassment, client
assignments, criteria in selecting managers and partners, and
nepotism.
o Nearly all firms responding to the survey (99 percent) do not 
have a relocation assistance policy or program. Among those 
that do, 22 percent reported that it includes job placement 
assistance for professionals' spouses.
o Forty five percent of the firms responding to the survey have 
a sexual harassment policy, the incidence of which increases 
as firm size increases. Among the firms that have a sexual 
harassment policy, nine in ten report that the policy has not 
been changed as a result of the increase in female 
professional staff. Larger firms, however, were relatively 
more likely to report that the policy has been changed than 
were smaller firms.
o Forty four percent of the firms represented in the survey have 
a policy on client assignments, the incidence of which, once 
again, increases as firm size increases.
o Just under two out of every five responding firms have a
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policy covering the criteria in selecting managers and 
partners. Once again, the larger the firm, the greater the 
likelihood that the firm has such a policy.
o Among the firms with policies on client assignments and 
criteria in selecting managers and partners, nearly all — 97 
percent—  reported that the policy has not been changed as a 
result of the increase in female professional staff, a pattern 
which generally held across all firm sizes.
o Only slightly more than one out of every ten firms responding 
to the survey has a nepotism policy, the incidence of which 
increases as firm size increases.
o When asked to whom their firm's nepotism policy applies, 56 
percent indicated to "staff only", six percent said "staff 
and clients", while 38 percent said "both staff and clients".
o Fifty four percent of the firms with nepotism policies do not 
allow "relatives of partners [to] work in the same office as 
the partner", while 47 percent do not permit "firm employees 
[to] supervise relatives". One out of every five firms with 
nepotism policies reports that "hiring of relatives of key 
client officials is subject to SEC/industry rules".
Survey respondents were next presented with several questions
regarding their firms' initiatives in the areas of gender/workforce
diversity and work/family issues.
o More than four out of every five respondents reported that 
their firm does not currently have a person who is designated 
to address gender/workforce diversity nor work/family issues. 
As firm size increases, so does the likelihood that the firm 
does have such person(s).
o Nearly all firms — 98 percent—  do not have a committee, task 
force, or other group to deal specifically with 
gender/workforce diversity nor work/family issues. 
Respondents from larger firms were relatively more likely to 
report that their firm does have a committee, task force, or 
other group to deal with these issues.
o Among the firms that do not have a committee, task force, or 
other group to deal specifically with gender/workforce 
diversity or work/family issues, 99 percent do not intend to 
establish one. This pattern held across all firm sizes.
o When asked whether their firm had taken any "other actions" to 
deal with gender/workforce diversity issues or work/family 
issues, 96 percent and 94 percent, respectively, of the 




The survey included a few questions pertaining to firm 
characteristics, yielding the following mini-profile of responding 
firms (TABLE 1).
Twenty percent of the responding firms are headquartered in 
the Northeast, 33 percent are headquartered in the South, 23 
percent in the Midwest, and 24 percent in the West.
Nearly all firms represented in the survey (94 percent) were 
described as local firms by respondents, five percent were 
described as regional firms, and about one percent national or 
international.
The majority of firms represented in the survey (57 percent) 
have fewer than five AICPA members in the firm; 26 percent 
have five to ten members in the firm, nine percent have 11 to 
20 AICPA members in the firm, and eight percent have over 20 
AICPA members.
Firms with fewer than five AICPA members employ an average of 
five professionals, firms with five to ten AICPA members 
employ an average of ten professionals, and firms with 11 to 
20 AICPA members have an average of 20 professionals. Among 
the responding firms with over 20 AICPA members, the average 
number of professionals employed is 480. However, there was 
a wide variability in this category; some firms reported less 
than 25 professionals, while other firms reported numbers of 





























Average Number of 
Professionals by Firm Size1
Under 5 
5-10 






* Less than 0.5 percent
1 Firm size is defined by the number of AICPA members in firm.
2 There was, however, a wide variability in the number of professionals 
employed by firms in this category. Some firms reported less than 25 
professionals, while other firms reported numbers of professionals well into 
the thousands.
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Gender of Professional in Various Categories
Firms responding to the survey were first asked to provide 
information regarding the male and female professional staff 
currently employed — both full-time and part-time—  by their firm 
(TABLE 2). The information requested included a breakdown of the 
number of males and females promoted to various positions within 
the last three years, as well as the number who were hired or left 
the firm within the last three years. [For purposes of the survey, 
professionals mean client service professionals only and are 
defined as CPAs, prospective CPAs, and others with a similar amount 
of academic training in a field that is part of the practice of 
public accounting (e.g., consulting). Partners and others in 
equivalent positions (such as Shareholders) are included in this 
definition.]
Nearly two-thirds (64 percent) of all full-time professional 
staff employed by responding firms are male, a pattern which 
held regardless of firm size.
Seventy one percent of the part-time professionals employed by 
responding firms are female with a positive correlation 
between firm size and the percentage of female part-time 
professionals. For example, while two-thirds of the part-time 
professionals in firms with fewer than five AICPA members are 
female, the proportion is 80 percent among firms with more 
than 20 AICPA members.
Slightly less than half (48 percent) of the professionals 
hired by the responding firms within the last three years are 
women. However, stratifying responses by firm size reveals 
that 58 percent and 53 percent, respectively, of the 
professionals hired within the last three years by firms with 
under 10 or fewer and 11 through 20 AICPA members are women. 
Among the firms with over 20 AICPA members, the proportion is 
43 percent.
Firms responding to the survey indicated that 44 percent of 
the professionals who left the firm within the last three 
years are female. As firm size increases, so does the
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proportion of professionals who are male who left within the 
last three years. The opposite, however, is true for female 
professionals. For example, while 53 percent of the 
professionals who left firms with under five AICPA members are 
women, this proportion is 42 percent among firms with more 
than 20 AICPA members.
Just under half (49 percent) of the professionals promoted to 
supervisor/senior within the last three years are women. 
Among firms with 20 or fewer AICPA members, the majority of 
professionals promoted to this position within the last three 
years are women: 61 percent in firms with fewer than five 
AICPA members, 55 percent in firms with five to ten AICPA 
members, and 56 percent in firms with 11 through 20 AICPA 
members. The corresponding percentage for firms with more 
than 20 AICPA members is 47 percent.
Just under two out of every five professionals (39 percent) 
promoted to manager within the last three years are women. 
The larger the firm, the smaller is the proportion of 
professional staff promoted to manager within the last three 
years who are women. For example, while firms with fewer than 
five AICPA members reported that 55 percent of their 
professionals promoted to manager within the last three years 
are women, firms with more than 20 AICPA members reported only 
35 percent women in this category.
One-third of the professionals promoted to senior manager 
within the last three years are women. Some variations are 
revealed when responses are stratified by firm size: at firms 
with under five AICPA members, 62 percent of the professionals 
promoted to senior manager within the last three years are 
women, while at firms with over 20 AICPA members, only one- 
fourth are women.
Responding firms reported that over one-fourth (27 percent) of 
the professionals promoted to director by their firm within 
the last three years are women. While there is little 
variation among firms with 20 or fewer AICPA members, this 
proportion drops to less than two out of every ten (19 
percent) among larger firms.
Slightly less than two out of every five professionals (38 
percent) promoted to principal within the last three years are 
female. When responses are stratified by firm size, there is 
some variation. Among firms with five through ten and 11 
through 20 AICPA members, 50 percent and 53 percent, 
respectively, of the professionals promoted to principal are 
women, while among firms with less than five AICPA members, 38 
percent are women. The corresponding percentage for firms 
with more than 20 AICPA members is less than three in ten (28 
percent).
Just over one-fourth (26 percent) of the professional staff
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admitted to partner or shareholder within the last three years 
are women. As firm size increases, the percentage of 
professionals admitted to partner or shareholder who are 
female decreases. For instance, smaller firms — those with 
fewer than five AICPA members—  reported that 39 percent of 
their professionals admitted to partner or shareholder within 
the last three years are women, while among firms with more 



















Promoted to Supervisor/ 
Senior in Last 3 Years;
Male
Female
Promoted to Manager 
in Last 3 Years:
Male
Female
Promoted to Senior 




Firms Under 5 5 - 1 0 11 - 20 Over 20
64 61 64 62 65
36 39 36 38 35
29 34 32 22 20
71 66 68 78 80
52 42 42 47 57
48 58 58 53 43
56 47 49 51 58
44 53 51 49 42
51 39 45 44 53
49 61 55 56 47
61 45 50 55 65
39 55 50 45 35
67 38 55 54 75
33 62 45 46 25
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GENDER OF PROFESSIONAL STAFF IN VARIOUS CATEGORIES 
(Percentage Distributions)
AICPA Members in Firm
TABLE 2 
(CONT'D)
GENDER OF PROFESSIONAL STAFF IN VARIOUS (Percentage Distributions)
CATEGORIES
A l l
AICPA Members in Firm
A X ±
Firms Under 5 5 - 1 0 11 - 20 Over 20
Promoted to Director 
in Last 3 Years:
Male 73 63 60 69 81Female 27 37 40 31 19
Promoted to Principal 
in Last 3 Years:
Male 62 62 50 47 72
Female 38 38 50 53 28
Admitted to Partner or 
Shareholder in Last 
Three Years:
Male 74 61 74 74 87
Female 26 39 26 26 13
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Gender of Professional 
Staff by Position in Firm
Respondents were also asked to indicate the number of male and 
female professionals who are partners/shareholders, principals, 
directors, senior managers, managers, supervisors/seniors and staff 
accountants at their firm (TABLE 3).
Nearly nine out of every ten (88 percent) 
partners/shareholders of responding firms are men. Grouping 
responses by firm size reveals relatively higher proportions 
of women at the partner/shareholder level among smaller firms 
than among larger firms. For instance, firms with fewer than 
five AICPA members reported that 18 percent of their 
partners/shareholders are women, while larger firms with over 
20 AICPA members reported that only five percent of the 
professionals at this level are female.
Twenty four percent) of the responding firms' principals are 
women. While there is little variation among firms with 20 or 
fewer AICPA members, firms with over 20 AICPA members have the 
smallest proportion, relatively speaking, of women principals 
(17 percent).
Slightly less than one-fourth (23 percent) of the directors 
employed by the firms represented in the survey are women. 
Stratifying responses by firm size reveals an inverse 
relationship between firm size and the proportion of directors 
who are women: 45 percent of the directors in firms with 
under five AICPA members are women as compared to 18 percent 
in firms with more than 20 AICPA members.
Twenty six percent of the senior managers employed by firms 
responding to the survey are women. As firm size decreases, 
the proportion of female senior managers increases: 46 
percent of the senior managers in firms with under five AICPA 
members are women, while among firms with more than 20 AICPA 
members, only 21 percent are women.
Respondents reported that over one-third (35 percent) of the 
managers employed by their firms are women. There is an 
inverse relationship between firm size and the proportion of 
women managers is revealed. For example, 49 percent of the 
managers in firms with fewer than five AICPA members are women 
as compared to 31 percent among firms with more than 20 AICPA 
members.
Almost half (47 percent) of the supervisors/seniors employed 
by responding firms are women. Stratifying responses by firm
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size shows that smaller firms — those with under five AICPA 
members—  have a relatively higher proportion (57 percent) of 
women at this level than do larger firms, among which there is 
little variation.
Just over half (52 percent) of the responding firms' staff 
accountants are women. As firm size decreases, the proportion 
of female staff accountants increases: 60 percent of the 
staff accountants in firms with under five AICPA members are 
women, while in firms with more than 20 AICPA members, 48 
percent are women.
Thirty eight percent of all professionals employed — both 
full-time and part-time—  by responding firms are women, a 
pattern which generally held regardless of firm size.
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TABLE 3




AICPA Members in Firm
Under 5 5 -- 10 11 - 20 Over 20
Partners/Shareholders:
Male 88 82 88 92 95
Female 12 18 12 8 5
Principals:
Male 76 71 71 68 83Female 24 29 29 32 17
Directors:
Male 77 55 76 81 82Female 23 45 24 19 18
Senior Managers:
Male 74 54 65 72 79Female 26 46 35 28 21
Managers:
Male 65 51 57 59 69Female 35 49 43 41 31
Supervisors/Seniors:
Male 53 43 51 47 56Female 47 57 49 53 44
Staff Accountants:
Male 48 40 43 47 52Female 52 60 57 53 48
All Professionals 
in Firm:l
Male 62 58 61 60 64Female 38 42 39 40 36
1 Full-time and part-time professional staff
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An analysis of the distribution of the position data by males and 
females separately (TABLE 4) revealed the following:
More than one-third (34 percent) of the male professionals 
represented in the survey are partners/shareholders. By 
comparison, female professionals are concentrated at the other 
end of the spectrum: 42 percent are staff accountants, a 
pattern which held across all firm sizes. However, small 
firms (those with under five AICPA members) have a relatively 
greater proportion of females at the partner/shareholder level 
than do larger firms. To illustrate, 18 percent of the female 
professionals in firms with under five AICPA members are 
partners/shareholders as compared to ten percent in firms with 
five through ten AICPA members, five percent in firms with 11 
through 20 AICPA members, and two percent among firms with 









































































































































































































































































































































































Turnover of Professional 
Staff by Position in Firm
Respondents were next asked to provide a breakdown of the numbers 
of male and female professionals at various levels who left their 
firm within the last three years (see TABLES 2 0A and 20B in the 
Appendix). This data, along with the numbers of professionals 
currently at each level (supplied by respondents in an earlier 
question on the survey) was used to calculate the average annual 
turnover of professional staff by position for the past three years 
(TABLE 5). [NOTE: In TABLE 5, average annual turnover for the
past three years is expressed as a percentage of the number of 
professionals currently in each position; the ”# currently in 
position” represents weighted estimates of the total numbers in the 
population surveyed.]
Turnover among both male and female professionals is 
concentrated at the supervisor/senior level. Indeed, the 
average annual turnover at this level is 26.5 percent for 
females and 24.8 percent for males. By comparison, turnover 
for females is lowest at the director level (2.5 percent) and 
at the partner/shareholder level for males (3.1 percent).
Turnover among male professional staff is often higher —  
albeit only slightly in some positions—  than turnover among 
female professionals with a few exceptions: at the principal 
level, the average annual turnover rate for females was 5.3 
percent over the last three years as compared to 3.8 percent 
for males; at the staff accountant level, the turnover rates 
for males and females, respectively, were 18.2 percent and 
18.9 percent. Turnover is also higher among females at the 
supervisor/senior level as noted previously.
Stratifying responses by firm size reveals a few variations as 
noted below.
o Turnover among both male and female professionals was highest 
at the staff accountant level in firms under five AICPA
-24-
members. By comparison, in firms with more than 20 AICPA 
members, turnover is greatest at the supervisor/senior level 
for both males and females.
Firms with more than 20 AICPA members generally had relatively 
higher rates of turnover than did smaller firms among both 
male and female professionals at all levels. The differences, 
however, are most pronounced at the senior manager, manager, 
and supervisor/senior levels. For example, while turnover 
among female supervisors/seniors is 12.3 percent in firms with 
fewer than five AICPA members, the proportion jumps to 35.8 
percent in firms with over 20 AICPA members. The 
corresponding percentages for males at this level are 13.5 
percent in firms with fewer than five AICPA members, and 30.3 































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Gender of Professional staff 
in Senior Management Positions
Respondents were next presented with a listing of senior management 
positions and asked to indicate the number of male and female 
professionals in each position at their firm (TABLE 6).
Fourteen percent of the responding firms' "policy level senior 
partners” are women. As firm size increases, the proportion 
of women at this level decreases. For example, 19 percent of 
the policy level senior partners at firms with under five 
AICPA members are women as compared to five percent at firms 
with more than 20 AICPA members.
One out of every ten "national practice management level 
senior partners/vice chairs” is a woman. There is no distinct 
pattern when responses are grouped according to firm size. 
However, firms with five through ten AICPA members have the 
highest proportion (30 percent), relatively speaking, of women 
at this level, while firms with 11 through 20 AICPA members 
have the lowest proportion (less than five-tenths of one 
percent).
Only seven percent of responding firms' "regional partners” 
are women. Firms with under five AICPA members have a 
relatively much greater proportion (29 percent) of female 
regional partners than do larger firms, among which less than 
one in ten of these firms' regional partners is a woman.
Fourteen percent of the "office managing partners” of the 
firms represented in the survey are women. Once again, firms 
with under five AICPA members have the greatest proportion of 
women at this level — 22 percent—  as compared to 12 percent 
among firms with five through ten AICPA members, and less than 
one in ten among firms with 11 or more AICPA members.
Less than one out of every five (18 percent) "firm directors 
of audit" is a woman. Firms with under five and five through 
ten AICPA members have relatively much greater proportions (23 
percent and 20 percent, respectively) of women in this 
position than do larger firms, among which less than one out 
of every ten firm directors of audit is a woman.
One out of every five "firm directors of tax” is a woman. As 
firm size increases, the proportion of women in this position 
decreases. For example, at firms with under five AICPA 
members, 25 percent of the firm directors of tax are women as 
compared to 10 percent at firms with over 20 AICPA members.
Thirteen percent of the "firm directors of consulting” are
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women. Firms with under five AICPA members have a relatively 
higher proportion (23 percent) of women at this level than 
larger firms, among which less than one out of every ten 
professionals at this level is a woman.
Just under one out of every five (19 percent) "firm directors 
of client service practice areas” is a woman. Once again, 
firms with under five AICPA members have a relatively higher 
proportion (27 percent) of women at this level than do larger 
firms. By comparison, only 12 percent of the professionals at 
this level in firms with more than 20 AICPA members is a 
woman.
Just over one out of every five (21 percent) of the responding 
firms' "firm directors of industry specialty areas” is a 
woman, with firms having fewer than five AICPA members 
reporting a relatively higher proportion (31 percent) of women 
at this level than larger firms. To illustrate, the 
corresponding proportion at firms with more than 20 AICPA 
members is 12 percent.
Nearly one-third (31 percent) of the responding firms' 
professional staff in "other senior management positions” are 
women. Grouping responses by firm size reveals that as firm 
size increases, the proportion of women in "other senior 
management positions” decreases.
Among the most frequently mentioned "other senior management 
positions” held by female professionals at responding firms 
were; Director, Quality Control; Director, Marketing/Sales; 
and Director, Office Automation/Computer Department/EDP. By 
comparison, the most frequently mentioned "other senior 
management positions” held by male professionals included: 
General Partner; Firm Administrative Partner; and 
Director/Partner in Charge of Quality Control.
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TABLE 6















Office Managing Partners t
Male
Female
Firm Director of Audit!
Male
Female









AICPA Members in Firm
Under 5 5 - 10 11 - 20 Over 20
86 81 90 92 95
14 19 10 8 5
90 83 70 99 9510 17 30 * 5
93 71 93 X 97
7 29 7 X 3
86 78 88 94 98
14 22 12 6 2
82 77 80 92 95
18 23 20 8 5
80 75 83 84 9020 25 17 16 10
87 78 92 93 92
13 23 8 7 8
* Less than 0.5 percent.








AICPA Members in Firm
Under 5 5 - 10 11 - 20 Over 20
Firm Directors of 
Client Service 
Practice Areas:




Male 79 69 80 77 88Female 21 31 20 23 12
Other Senior 
Management Positions:
Male 69 61 70 72 79Female 31 39 30 28 21
-31-
FIRM POLICIES
Respondents were asked several questions regarding various firm 
policies, beginning with whether or not they offer any alternative 
partnership or shareholder arrangements such as part-time 
partnership/shareholder, salary only, graduated benefits, etc. 
(TABLE 7).
Alternative Partnership/Shareholder Arrangements
The overwhelming majority of firms responding to the survey —  
97 percent —  do not offer any alternative partnership or 
shareholder arrangements such as salary only, graduated 
benefits, or part-time partnership/shareholder. Larger firms 
are only slightly more apt to offer these types of 
arrangements than are smaller firms.
TABLE 7




AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
Firm Offers 3 3 3 7 10
Firm Does Not
Offer 97 97 97 93 90
Firms that offer alternative partnership or shareholder 
arrangements were asked to provide descriptions of same. Most 
frequently mentioned were part-time partnership/shareholder 
arrangements with compensation often pro-rated based on time worked 
or billable hours. Several firms mentioned flexible hours (e.g., 
increased hours during "busy season” and reduced hours off-peak) 
for female partners with children. In addition, one firm reported
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having a "female partner who is primarily responsible for 
individual income tax preparation who works from January through 
July and takes off from August through December to be home with her 
children." Another firm reported "Fridays off for woman partner 
with small children." Other alternative partnership/shareholder 
arrangements described by respondents included the following:
"Partners have full discretion to work as much or as little as 
desired. Compensation is awarded accordingly."
"Salary based on hours worked —  billable, non-billable, and 
CPE. Excess profits share based upon capital ownership."
"Partner would share proportionately in expenses. Income 
would be allocated based on actual.”
"Share equally in expenses. Income is based on work collected 
less these expenses. You can work as little as you want to, 
but must pick up expenses equal to all other partners."
"Income for partner based on consistent dollars brought in per 
year; no time parameter."
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Respondents were next asked whether or not their firm offers any 
non-partnership or non-shareholder career alternatives for 
professionals and, if so, the year in which the firm began offering 
such an alternative, and the number of professionals currently 
using the alternative (TABLE 8).
Non-Partnership/Non-Shareholder Career Alternatives
Only a minority of firms responding to the survey — 13 
percent—  offer a non-partnership and non-shareholder career 
alternative for professionals. However, as firm size 
increases, so does the likelihood of the firm offering such an 
alternative. For example, while only one in ten firms with 
under five AICPA members offers such alternatives, 28 percent 
of firms with over 20 AICPA members do.
Among the firms that offer a non-partnership or non­
shareholder career alternative, such arrangements are 
relatively new. Forty four percent instituted them between 
1990-94, 30 percent between 1985-89, 13 percent between 1980- 
84, and 13 percent instituted it in 1979 or earlier. When 
responses are stratified by firm size, there is little 
variation in these proportions.
More than half (56 percent) of the firms offering a non­
partnership or non-shareholder career alternative reported 
that they currently have at least one female employee using 
the alternative. In contrast, only 27 percent of the 
responding firms reported having at least one male employee 
currently using the alternative.
When responses are grouped according to firm size, a few 
variations are revealed. For example, firms with more than 20 
AICPA members were relatively more apt to report having at 
least one male employee currently using the non-partnership or 
non-shareholder career alternative than were smaller firms. 
Also, as firm size increases so does the tendency for 
responding firms to report three or more female employees 
currently using the non-partnership or non-shareholder 
alternative.
-36-




Firm Does Not Offer *
 AICPA Members in FirmAl l
Firms Under 5 5 - 1 0 11 - 20 Over 20
13 10 17 20 28
87 90 83 80 72
Year in Which 




AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
1990-94 44 43 46 41 38
1985-89 30 30 29 32 34
1980-84 13 14 12 13 10
1979 or Earlier 13 12 14 13 18
Professional Staff All Firms AICPA Members in Firm
Currently Using That Offer
Alternative Alternative Under 5 5 - 1 0 11 - 20 Over 20
NUMBER OF MALES:
None 73 81 66 80 36
One 20 17 22 20 30Two 6 2 8 * 20
Three or More 1 * 3 * 13
NUMBER OF FEMALES:
None 44 48 44 32 36
One 38 38 38 40 30
Two 10 10 13 8 6
Three or More 8 3 5 20 27
* Less than 0.5 percent
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When asked to describe the non-partnership or non-shareholder 




Firm does not have an ”up or out” policy; 
career employment at whatever level 
performance dictates; professional does 
not have to aspire to, or be a candidate 
for, partner/shareholder in order to 
have a career with firm
Special compensation arrangements based on 
individual's contribution to the firm (e.g., 
percent of collections, profit-sharing, 
percent of revenue)
Regular/permanent part-time opportunities
Flexible schedule (e.g., increased 
hours during tax season, reduced 
hours during summer)
Firm is considering/would consider non- 
partnership/non-shareholder career 
alternatives for valued professionals










utilization of Flexible Work 
Options After Birth of a Child
The survey also sought to ascertain whether firm s  allow 
professionals to utilize flexible work options after the birth of 
a child while continuing on the partnership/shareholder track 
(TABLE 9).
Just over one-third (34 percent) said their firm handles such 
situations on a case-by-case basis, 27 percent said their firm 
has an informal policy, and four percent said their firm has 
a formal policy. In contrast, 32 percent of responding firms 
do not allow professionals to utilize flexible work options 
after the birth of a child while continuing on the 
partner/shareholder track. The remaining respondents 
indicated "not applicable” or "never happened”.
Stratifying responses by firm size reveals that larger firms 
(those with over 20 AICPA members) are relatively more likely 
to have a formal policy than were smaller firms. By 
comparison, firms with fewer than five AICPA members are the 
least likely to allow professionals to utilize flexible work 
options after the birth of a child while continuing on the 
partner track. To illustrate, 36 percent of the firms with 
less than five AICPA members do not allow professionals to 
utilize such options as compared to 23 percent of the firms 
with more than 20 AICPA members.
When asked to describe the flexible work options their firm allow 
professionals to utilize after the birth of child while continuing 
on the partnership/shareholder track, respondents in firms with 
formal and informal policies alike most frequently indicated 
flex/part-time hours (including reduced hours outside of tax 
season) and work-at-home options. Several respondents also 
indicated that their firm allows a specified leave of absence 
(e.g., six weeks, three months, six months), some of whom also 
allow flexible/part-time hours following the leave. A few of the 
firms with informal policies said that they allow professionals to
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bring the infant to work, or provide occasional babysitting 
services or allowances for babysitters. Respondents whose firm 
allows professionals to utilize flexible work options on a case-by- 
case basis following the birth of a child most frequently said that 
such options are individually negotiated and depend on client 
responsibilities, level and ability of the professional, and the 
circumstances. Others provided descriptions such as; part- 
time/flex hours; increased hours during peak season, reduced hours 
during non-peak time; and a specific leave of absence (anywhere 




UTILIZATION OF FLEXIBLE WORK OPTIONS 
AFTER THE BIRTH OF A CHILD 
(Percentage Distributions
Does your firm allow 
professionals to utilize 
flexible work options after 
the birth of a child and 
continue on the partner/ 
shareholder track?
Yes, Formal Policy 
Yes, Informal Policy 
Yes, Case By Case Basis
No




AICPA Members in Firm 
5 - 1 0  1 1 - 2 0  Over 20
4 2 4 9 1227 26 33 23 21
34 30 37 42 42
32 36 25 25 23
3 5 1 1 1
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Family-Related Programs and Policies
Respondents were next presented with a list of nine family-related 
programs/policies and asked to indicate whether their firm 
currently has a program or policy (either written or unwritten) in 
each area listed (TABLE 10A). In those areas where the firm 
currently has a policy, respondents were asked to indicate whether 
their firm plans to make any changes within the next three years 
(TABLE 10B). In those areas where the firm does not currently have 
a policy, respondents were asked to indicate whether their firm 
plans to implement one in the next three years (TABLE 10C).
o Of the nine programs listed, maternity leave (paid or unpaid) 
was the only one for which the majority (60 percent) of 
responding firms (52 percent firm-wide and 8 percent local 
office option) currently have a policy. Sick/emergency child 
care was a distant second, offered by just under one-third (32 
percent) of the responding firms. At least eight out of every 
ten firms currently do not have a program or policy in any of 
the following areas: paternity leave (paid or unpaid); child
care resource/referral program; eldercare leave; adoption 
assistance; or dependent care flexible spending account. 
Nearly none of the firms have an on-site or off-site firm- 
sponsored child care facility.
o Among the firms who currently have a program or policy in an 
area listed on the survey questionnaire, nearly all 
respondents — 98 percent—  reported that their firm does not 
plan to make changes to these policies within the next three 
years. The few firms that do plan to change these policies 
within the next three years most frequently indicated that 
they will change their maternity/paternity/eldercare leave 
policies to comply with the Federal Family and Medical Leave 
Act and other applicable legislation. Several respondents 
said that their firm plans to review and revise (or formalize) 
existing policies to meet the needs of current employees. A 
few respondents also said that their firm is exploring child 
care options such as providing: dependent care resources; on­
site or off-site child care facility; child-care referral 
services; and overnight babysitter compensation.
o Among the firms that do not currently have a policy or program 
in an area, more than eight out of every ten respondents said 
that their firm does not plan to implement any programs or 
policies in these areas within the next three years.
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TABLE 10A
EXISTENCE OF FAMILY-RELATED PROGRAMS/P0LICIES 
(Percentage Distributions)
Does firm have a program or policy 




(paid or unpaid) 52 8 39
Sick/emergency child care 25 7 68
Dependent care flexible 
spending account 18 2 80
Paternity leave 
(paid or unpaid) 16 3 81
Eldercare leave 8 2 90
Child Care Resource/ 
Referral Program 3 1 96
Adoption assistance 1 * 98
On-site firm-sponsored child care facility * * 99
Off-site firm-sponsored 
child care facility * * 99
* Less than 0.5 percent.
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INTENTION TO CHANGE ANY FAMILY-RELATED POLICIES 
OR PROGRAMS WITHIN THE NEXT THREE YEARS 
(Percentage Distributions)
TABLE 10B
Firm Plans to Change 
Policies/Programs
Firm Does Not Plan 






AICPA Members in Firm
Under 5 5 - 1 0  1 1 - 2 0  Over 20
97 98 98 92
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2 3 2 2 8
PLANS TO IMPLEMENT FAMILY-RELATED PROGRAMS/POLICIES 
(Percentage Distributions)
TABLE 10C
If firm does not currently have a 
program or policy, does firm plan 



























* Less than 0.5 percent.
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As can be seen in TABLE 21 of the Appendix, only a few variations 
in the existence of family-related programs and policies and firms' 
plans to implement same appear when responses are stratified 
according to firm size. Such variations typically appear when 
comparing large firms (those with over 20 AICPA members) to smaller 
firms with respect to having policies such as maternity leave, 
paternity leave, elder-care leave, and dependent care flexible 
spending accounts.
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Status of Female Professionals 
Who Had a Child While With Firm
Respondents were next asked to indicate the following with respect 
to female professionals who had had a child within the past three 
years while with their firm: the number who returned to the firm
on a full-time basis; the number who returned to the firm on a 
part-time basis; and the number who did not return to the firm 
(TABLE 11).
Firms responding to the survey indicated that, in the past 
three years, over 1,300 female professional staff had had 
children while with their firms. Of these, the majority — 62 
percent—  returned to the firm on a full-time basis, while 27 
percent returned to the firm on a part-time basis, and 11 








AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
Returned to the firm 
on a full-time basis 62 67 58 58 63
Returned to the firm 
on a part-time basis 27 24 29 31 25
Did not return to the firm 11 9 13 11 12
* Distribution of 1,379 female professionals that firms reported had had a 
child within the past three years while with their firms.
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Flexible Work Options Offered by Firms
Respondents were next presented with a list of five flexible work 
options and asked to indicate those which the firm currently offers 
(TABLE 12A) and whether the firm plans to make any changes to the 
flexible work options they offer within the next three years (TABLE 
12B). Respondents from firms that do not currently offer an option 
were asked whether the firm plans to implement the option within 
the next three years (TABLE 12C).
Part-time hours are the most popular, with nearly two-thirds 
(65 percent) of the responding firms indicating that they 
offer this option either firm-wide or at the local office 
option. Fifty six percent of the firms offer flex-time hours, 
and 44 percent offer special summer or holiday hours. By 
comparison, just under one-fourth (24 percent) offer work-at- 
home options, and just seven percent offer job-sharing.
Among the firms that currently offer flexible work option(s), 
nearly all — 98 percent—  said that their firm does not plan 
to make any changes. The few firms that plan to make changes 
to the flexible work options they currently offer were asked 
to describe these changes. Among the changes planned are: 
implementation of work-at-home options; part-time hours, flex­
time; special summer/holiday hours; job-sharing; compressed 
work-week; and seasonal staff scheduling.
Among the firms that do not currently offer a given flexible 
work option, more than nine out of every ten respondents 
reported that their firm does not plan to implement the option 
within the next three years.
As can be seen in TABLE 22 of the Appendix, stratifying responses 
by firm size reveals only one notable variation: the larger the 
firm size, the greater is the percentage of firms that offer flex­
time and part-time hours.
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FLEXIBLE WORK OPTIONS CURRENTLY OFFERED 
(Percentage Distributions)
TABLE 12A




Flex-time hours 46 10 43Part-time hours 53 12 35Job sharing 5 2 93
Work-at-home options 19 5 76Special summer or holiday hours 36 8 56
TABLE 12B
INTENTION TO CHANGE FLEXIBLE WORK OPTIONS 





Do Plan to Change 
Do Not Plan to Change 298
AICPA Members in Firm





PLANS TO IMPLEMENT FLEXIBLE WORK OPTIONS WITHIN NEXT THREE YEARS
(Percentage Distributions) 
TABLE 12C
If not currently 
offer, does your 
firm plan to
implement within Yes, Yes, Localnext three years: Firm-wide Office Option No
Flex-time hours 5 1 94
Part-time hours 6 2 92
Job sharing 1 * 99
Work-at-home options 5 1 94
Special summer or holiday hours 5 1 94
* Less than 0.5 percent.
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Importance of Factors in Decisions 
Regarding Work and Family Policies
Respondents were next presented with a list of eight factors and 
asked to indicate the importance of each in their decisions on 
programs and policies concerning work and family issues (TABLES 13A 
and 13B).
More than half of the respondents said that "morale” (59 
percent), "value of individuals” (58 percent), "productivity" 
(57 percent), and "retention” (51 percent) are "very 
important” factors in their firms' decisions in implementing 
or changing policies that concern work and family issues. In 
contrast, nearly half (47 percent) said that "recruitment” is 
"not particularly important” in making such decisions, while 
about one-third (32 percent) said the same for "absenteeism”.
A few variations are revealed when responses are stratified by 
firm size (TABLE 13B). For instance, as firm size increases 
so does the tendency for firms to consider "recruitment” and 
"retention” to be important factors in making decisions 
concerning work and family polices. Firms with more than ten 
AICPA members are also relatively more likely to say that 




IMPORTANCE OF FACTORS IN DECISIONS REGARDING PROGRAMS 
CONCERNING WORK AND FAMILY ISSUES
(Percentage Distributions)
How important are the 
following factors in 
making decisions on 
programs and policies 








Morale 59 30 11
Value of Individuals 58 31 11
Productivity 57 28 15
Retention 51 32 17
Managing costs or size 
of workforce 47 30 23
Addressing work/family 
concerns 37 47 16
Absenteeism 34 34 32
Recruitment 15 38 47
-53-
VARIATIONS IN IMPORTANCE OF FACTORS IN DECISIONS REGARDING 
PROGRAMS CONCERNING WORK AND FAMILY ISSUES
(Percent Indicating Very or Moderately Important)
TABLE 13B
All
Firms Under 5 5 - 1 0 11 - 20 Over
Morale 89 87 91 96 96
Value of Individuals 89 87 92 92 96
Productivity 85 83 86 90 86
Retention 83 79 87 96 98
Managing costs or size 
of workforce 77 72 81 92 88
Addressing work/family concerns 84 82 87 89 93
Absenteeism 68 68 69 71 62
Recruitment 53 48 57 65 77
AICPA Members in Firm
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OTHER PROGRAMS AMD POLICIES
Programs for Professional Staff
As seen in TABLE 14, respondents were also queried as to whether 
their firm has: a sexual harassment sensitivity training program;
a formal mentoring program; a leadership development training 
program, a gender awareness training program; or a diversity 
training program currently in place. Firms that do were also asked 
whether participation or not in the program is mandatory for 
professional staff. For those programs which are not currently in 
place at their firm, respondents were asked whether the firm plans 
to implement the program in the next three years.
At least nine out of every ten responding firms currently do 
not have a sexual harassment sensitivity training program (93 
percent), a formal mentoring program (90 percent), a gender 
awareness training program (98 percent), or a diversity 
training program (95 percent). Conversely, 16 percent of the 
firms do have a leadership development training program.
Among the firms where any of these programs are currently in 
place, the majority of respondents reported that participation 
in the program is mandatory for professional staff. Ninety 
one percent of the responding firms require professional staff 
to participate in sexual harassment sensitivity training, 77 
percent require participation in a formal mentoring program, 
and seven out of ten require participation in diversity 
training. In addition, 68 percent of the responding firms 
require their professional staff to participate in gender 
awareness training, while two-thirds require professionals to 
participate in leadership development training.
More than nine out of every ten firms that do not have a given 
program currently in place have no plans for implementing the 
program within the next three years.
As can be seen in TABLE 23 of the Appendix, grouping responses by 
firm size reveals some variations in firms offering or planning to 
offer programs such as sexual harassment sensitivity training, 
formal mentoring, and leadership development training for
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professional staff, particularly among large firms (those with more 
than 20 AICPA members). Large firms are also relatively more 
likely to say that they plan to implement gender awareness training 
and diversity training within the next three years than are smaller 
firms.
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Sensitivity Formal Devel. Awareness Diversity
Training Mentoring Training Training Training
Program in place?
Yes, firm-wide 6 8 13 1 4
Yes, local option 1 2 3 1 1
No 93 90 84 98 95
















If program is not in 
place, does firm plan 
to implement within 











The survey also sought to ascertain whether firms have policies 
covering various other areas, beginning with relocation assistance 
(TABLE 15).
Nearly all firms responding to the survey (99 percent) do not 
have a relocation assistance policy or program (TABLE 15). 
Among those that do have such a policy or program, 22 percent 
reported that it includes job placement assistance for 
professionals' spouses.
When asked to describe their firm's relocation assistance 
policy or program, respondents frequently mentioned that the 
policy covers moving expenses, house-hunting trips, and 
expenses related to home sale/purchase. A couple of 
respondents also said that their firm's relocation policy 
covers: orientation to the new area; assistance in locating 
schools; mortgage assistance; temporary living/storage costs; 
and spouse job and other counselling.
TABLE 15
RELOCATION ASSISTANCE POLICIES OR PROGRAMS 
(Percentage Distributions)





If yes, does policy or program include job placement 





X No cross-tabulations are given for the above because
stratifying the responses resulted in bases too small for 
statistically meaningful analysis.
-59-
Respondents were also queried as to whether their firm has a sexual 
harassment policy, a policy regarding client assignments, and a 
policy regarding the criteria used in selecting managers and 
partners (TABLE 16). In those areas where firms do have a policy, 
respondents were also asked to indicate whether the policy had been 
changed as a result of the increase in female professional staff.
Forty five percent of the firms responding to the survey have 
a sexual harassment policy, the incidence of which increases 
as firm size increases. For example, while only 35 percent of 
the firms with fewer than five AICPA members have such a 
policy, the proportion jumps to 94 percent among firms with 
more than 20 AICPA members. In addition, among the firms that 
have a sexual harassment policy, nine in ten report that the 
policy has not been changed as a result of the increase in 
female professional staff. Larger firms (those with more than 
20 AICPA members), however, were relatively more likely to 
report that the policy has been changed than were smaller 
firms.
Forty four percent of the firms represented in the survey have 
a policy on client assignments, the incidence of which, once 
again, increases as firm size increases. Of the firms with 
policies on client assignments, nearly all — 97 percent—  
report that the policy has not been changed as a result of the 
increase in female professional staff, a pattern which tended 
to hold across all firm sizes.
Just under two out of every five (39 percent) responding firms 
have a policy covering the criteria in selecting managers and 
partners. Once again, the larger the firm, the greater the 
likelihood that the firm has such a policy. For instance, 
while only 27 percent of the firms with fewer than five AICPA 
members has such a policy, the proportion climbs to 86 percent 
among firms with more than 20 AICPA members. Among the firms 
with such a policy, nearly all — 97 percent—  report that the 
policy has not been changed as a result of the increase in 
female professional staff, a pattern which held across all 
firm sizes.
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* Less than 0.5 percent.
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Respondents were next asked whether their firm has a nepotism 
policy, and if so, to whom the policy applies, and what provisions 
are included in the policy (TABLE 17).
Only slightly more than one out of every ten firms (12 
percent) responding to the survey has a nepotism policy. As 
firm size increases, so does the likelihood that the firm has 
such a policy.
When asked to whom their firm's nepotism policy applies, 56 
percent of the respondents indicated "staff only", six 
percent said "staff and clients", while 38 percent said "both 
staff and clients". Although there is generally little 
variation in responses when stratified by firm size, firms 
with more than 20 AICPA members had a relatively greater 
tendency to say that their nepotism policy applies to "staff 
only" than did smaller firms.
Fifty four percent of the firms with nepotism policies do not 
allow "relatives of partners [to] work in the same office as 
the partner". Firms with more than 20 AICPA members are 
relatively less likely to have this provision in their 
nepotism policies than smaller firms.
Slightly less than half (47 percent) of the firms with 
nepotism policies do not permit "firm employees [to] supervise 
relatives". This provision is more likely to be included in 
the policies of firms with more than ten AICPA members than in 
the policies of smaller firms.
One out of every five firms with nepotism policies reports 
that "hiring of relatives of key client officials is subject 
to SEC/industry rules". Once again, the likelihood of this 
provision being included in a firm's nepotism policy increases 
as firm size increases.
When asked to describe their firm's nepotism policy, the most 
common provision cited by respondents was "firm does not hire 
relatives of partners or staff." A few firms indicated that hiring 
of relatives is permitted only for part-time or temporary work, 
while a few others prohibit hiring of close relatives (e.g., 
spouses, parents, in-laws, siblings, first cousins) or relatives of
-64-
clients. There were, however, some firms that do hire related 
parties; among the provisions of these firms' policies were; 
hiring of relatives requires approval of upper management; 
relatives of staff cannot work in same office; hiring of 
partners'/shareholders'/principals' relatives is not allowed; and 
relatives may not work for clients. In addition, there was one 





AICPA Members in Firm
All
Firms Under 5 5 - 1 0 11 - 20 Over 20
Percentage Distributions:
Does firm currently 
have a nepotism 
policy?
Yes 12 8 14 28 39
No 88 92 86 72 61
If yes, does the 
policy apply to:
Staff Only 56 52 59 58 66
Staff and Clients 6 7 7 2 7Both Staff and Clients 38 41 34 40 27
Percentage of Respondents*:
If yes, which of the 
following provisions 
are included in the 
nepotism policy?
Hiring relatives of 
key client officials 
subject to SEC/ 
industry rules
20 13 21 22 34
Relatives of partners 
may not work in the 
same office as the 
partner
54 56 57 51 44
Firm employees cannot 
supervise relatives
47 42 40 58 60
None of the above 27 34 21 22 22
* Percentages add to more than 100 percent due to multiple responses.
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Survey respondents were next presented with several questions 
regarding their firms' initiatives in the areas of gender/workforce 
diversity issues (TABLE 18).
Firms' Gender/Workforce Diversity Initiatives
More than four out of every five (84 percent) respondents 
reported that their firm does not currently have a person who 
is designated to address gender/workforce diversity issues. 
However, as firm size increases, so does the likelihood that 
the firm does have such a person. For example, while only 12 
percent of the firms with fewer than five AICPA members have 
such a person, 44 percent of firms with over 20 AICPA members 
do.
Nearly all firms responding to the survey — 98 percent—  do 
not have a committee, task force, or other group to deal 
specifically with gender/workforce diversity issues. Firms 
with more than 20 AICPA members are a bit more likely to have 
a committee, task force, or other group to deal with these 
issues than are smaller firms.
Among the firms that do not have a committee, task force, or 
other group to deal specifically with gender/workforce 
diversity issues, 99 percent do not intend to establish one. 
This pattern held across all firm sizes.
When asked whether their firm had taken any "other actions” to 
deal with gender/workforce diversity issues, 96 percent of the 
respondents indicated that their firm had not. A relatively 
greater proportion (13 percent) of the larger firms (those 
with more than 20 AICPA members) reported having taken such 
"other actions" than did smaller firms, less than one in ten 
of which reported same. Among the few firms that have taken 
"other actions" to deal with gender/workforce diversity 
issues, respondents reported actions such as: senior staff 
attend seminars to better understand/become more sensitive to 
the issues; use of management consultant specializing in 
communication; allow time off and pay for CPE courses covering 
these issues; discussions at staff meetings; development of a 
gender communications program; employee surveys; and review 
and update policy manual.
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1 All responding firms.
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Respondents were asked several questions regarding their firms' 
initiatives in the area of work/family issues (TABLE 19).
Firms' Work/Family Initiatives
More than four out of every five respondents (81 percent) 
reported that their firm does not currently have a person who 
is designated to address work/family issues. However, as firm 
size increases, so does the likelihood that the firm does have 
such a person. For example, while only 15 percent of the 
firms with fewer than five AICPA members have such a person, 
more than half (53 percent) of the firms with more than 20 
AICPA members do.
Nearly all firms (98 percent) do not have a committee, task 
force, or other group to deal specifically with work/family 
issues. Thirteen percent of the firms with more than 20 AICPA 
members reported that their firm has a committee, task force, 
or other group to deal with this issue as compared to less 
than five percent of the firms with 2 0 or fewer AICPA members.
Among the firms that do not have a committee, task force, or 
other group to deal specifically with or work/family issues, 
99 percent do not intend to establish one. This pattern held 
across all firm sizes.
When asked whether their firm had taken any "other actions" to 
deal with work/family issues, 94 percent of the respondents 
indicated that their firm had not. stratifying responses by 
firms size reveals that as firm size increases, so does the 
likelihood that the firm had taken such "other actions." 
Respondents from firms that had taken "other actions" to deal 
with work/family issues most frequently indicated the handling 
of work/family issues on a case-by-case basis when asked to 
describe these "other actions." Quite a few respondents said 
that their firm tries to be "as flexible as possible" in 
accommodating employees' family needs and reported having 
implemented (either formally or informally) time off/leave of 
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1 All responding firms.
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Goals of Gender/Workforce Diversity and 
Work/Family Committee. Task Force or Other Group
Thirty four firms represented in the survey have established a 
committee, task force, or other group to deal specifically with 
gender/workforce diversity issues, and 34 firms have established a 
committee, task force, or other group to deal specifically with 
work/family issues. Respondents from these firms were asked to 
describe the goals/objectives of the committee(s), task force(s) or 
other group(s). Some of the more specific descriptions provided by 
respondents included the following:
o "Identify and address issues to assist staff in balancing the 
demands of work and family."
o "Evaluate policies to see if they are comparable with the 
employee's family requirements."
o "EEOC committee to ensure healthy working environment for all 
employees and listen to and recommend disciplinary action for 
violating the firm's discrimination and sexual harassment 
guidelines to the Directors."
o "The personnel Committee establishes annual goals to determine 
the emerging issues which may affect staffing and management 
of human resources."
o "To explore opportunities to allow professionals flexible work 
schedules and continue on the partner track. To examine the 
partnership track and encourage more women to stay on it and 
to promote a female professional to partner."
o "Our goal is to address issues regarding work/family issues 
such as leave, etc. in order to meet the changing needs of all 
employees."
o "We have hired a consulting group to develop a business case 
for addressing workforce diversity issues. Our long-term 
objective is to better retain women professionals and be 
prepared for integrating racial diversity."
"Stay current of family issues 
recommendations to partners."
and make appropriate
"Goal of the group is to keep the office running and keep 
personnel problems from interfering in the workplace."
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"To assess personnel concerns and explore options to address 
needs of the staff."
"Work/family: benchmark our benefits and survey our people on 
a regular basis to see if what we offer meets their needs and 
eases the balance between career and family responsibilities. 
Diversity: creation of an environment where everyone can 
contribute to their greatest potential."
"Gender/workforce diversity —  advise chairman on issues 





In the final survey question, respondents were asked to indicate 
any other comments they had concerning women and/or family issues 
in the accounting profession.
Quite a few respondents indicated that they are from small or local 
firms and, as such, the firm deals with many of the areas covered 
in this survey on a case-by-case basis and tries to be flexible and 
accommodating to all employees when it comes to family matters. 
Toward this end, several respondents viewed the issues included in 
this survey as being of concern only to large firms and that 
establishing formal policies, committees, etc., is neither 
necessary nor cost effective for the smaller firm. A few 
respondents cited that their firms' philosophy of "family come[ing] 
first” and the recognition that individuals have a "life outside 
of the office” has fostered a flexible, family-friendly working 
environment with minimal staff turnover.
Several respondents also commented that they have had "much success 
with women accountants”, citing that women are equal to or better 
than their male counterparts in terms of their dedication, desire 
for success, and education.
Finally, there were a handful of respondents whose comments were of 
the genre that a "woman's place is in the home” and that a career 
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X No cross-tabulations are given in this category because 
stratifying the responses resulted in bases too small for 
statistically meaningful analysis.
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* * * 4 14 45 37 10
0
6 * * 11 20 35 28 10
0
3 * * 3 7 29 58 10
0
12 * 1 3 13 27 44 10
0
2 * * 2 9 21 66 10
0
14 * * 5 10 23 48 10
0
4 1 * 3 4 16 72 10
0
19 1 * 2 10 15 53 10
0
1 * * 4 11 38 46 10
0
8 * * 9 18 32 33 LO
O
TABLE 21




(PAID OR UNPAID) AllFirms
AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
Does firm currently 
have a program 
or policy?
Yes, Firm Wide 52 41 64 85 90Yes, Local Option 8 9 7 6 4No 39 50 29 9 6
If no, does firm plan 
to implement within 
the next three years?
Yes, Firm Wide 10 8 13 33 43
Yes, Local Option 5 5 4 * 15No 85 87 83 67 43











AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
Does firm currently 
have a program or policy?
Yes, Firm Wide 16 12 18 23 53
Yes, Local Option 3 4 2 1 1No 81 84 80 76 45
If no, does firm plan 
to implement within the 
next three years?
Yes, Firm Wide 3 3 6 2 4Yes, Local Option 1 1 1 1 6No 95 95 93 96 90
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TABLE 21(CONT'D)
VARIATIONS IN EXISTENCE OF, AND PLANS TO IMPLEMENT,
FAMILY-RELATED PROGRAMS/POLICIES
(Percentage Distributions)




AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
Does firm currently 
have a program or 
policy?
Yes, Firm Wide 3 3 3 5 9
Yes, Local Option 1 1 1 it 2No 96 96 96 95 89
If no, does firm plan 
to implement within 
the next three years?
Yes, Firm Wide 1 1 1 1 4Yes, Local Option * 1 * * 2
No 98 98 99 99 94











AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
Does firm currently 
have a program 
or policy?
Yes, Firm Wide * 1 * 1 3
Yes, Local Option * * * * 3No 99 99 99 99 94
If no, does firm plan 
to implement within 
the next three years?
Yes, Firm Wide * * 1 * *
Yes, Local Option * * * it 2No 99 99 99 99 98








CHILD CARE FACILITY AllFirms
AICPA Members in Firm
Under 5 5 - 1 0 1 1 - 2 0  Over 20
Does firm currently 
have a program 
or policy?
Yes, Firm Wide * 1 * 1Yes, Local Option * * Hr * 1No 99 99 99 99 98
If no, does firm plan 
to implement within 
the next three years?
Yes, Firm Wide * * * 1 *Yes, Local Option * * * * 1No 99 99 99 99 99









AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
Does firm currently 
have a program 
or policy?
Yes, Firm Wide 25 23 28 27 33
Yes, Local Option 7 9 5 1 5
No 68 68 66 72 62
If no, does firm plan 
to implement within 
the next three years?
Yes, Firm Wide 3 2 3 4 5
Yes, Local Option 1 1 * * 1No 95 97 97 96 94
*Less than 0.5 percent.
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TABLE 21(CONT'D)





AICPA Members in Firm
ELDERCARE LEAVE Under 5 5 - 1 0 11 - 20 Over 20
Does firm currently 
have a program 
or policy?
Yes, Firm Wide 8 6 8 7 37
Yes, Local Option 2 3 1 * 2No 90 91 91 93 61
If no, does firm plan 
to implement within 
the next three years?
Yes, Firm Wide 1 1 2 1 5Yes, Local Option * * * * 1No 98 99 98 99 94









AICPA Members in Firm
ADOPTION ASSISTANCE Under 5 5 - 1 0 11 - 20 Over 20
Does firm currently 
have a program 
or policy?
Yes, Firm Wide 1 * 1 * 5Yes, Local Option * * 1 * *No 99 99 98 99 95
If no, does firm plan 
to implement within 
the next three years?
Yes, Firm Wide * * * * 1Yes, Local Option * * * * *No 99 99 99 99 99




VARIATIONS IN EXISTENCE OF, AND PLANS TO IMPLEMENT,
FAMILY-RELATED PROGRAMS/POLICIES
(Percentage Distributions)
DEPENDENT CARE FLEXIBLE SPENDING ACCOUNT AllFirms
AICPA Members in Firm
Under 5 5 - 1 0 11 - 20 Over 20
Does firm currently 
have a program 
or policy?
Yes, Firm Wide 18 10 19 47 68Yes, Local Option 2 2 1 2 1No 80 88 80 51 31
If no, does firm plan 
to implement within 
the next three years?
Yes, Firm Wide 7 6 9 10 11Yes, Local Option 2 2 2 1 *No 91 92 88 89 89
* Less than 0.5 percent.
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TABLE 22
VARIATIONS IN FLEXIBLE WORK OPTIONS OFFERED AND PLANS TO IMPLEMENT
(Percentage Distributions)






Firms Under 5 5 - 1 0 11 - 20 Over 20
46 42 51 56 53
Yes, Local Option 10 12 7 5 20No 43 45 41 39 27
If no, does firm plan 
to offer within the 
next three years?
Yes, Firm Wide 5 2 6 8 21
Yes, Local Option 1 1 1 5 *No 94 97 92 87 79




VARIATIONS IN FLEXIBLE WORK OPTIONS OFFERED AND PLANS TO IMPLEMENT
(Percentage Distributions)






Firms Under 5 5 - 1 0 11 - 20 Over 20
53 46 59 71 76Yes, Local Option 12 14 9 6 16No 35 40 32 23 9
If no, does firm 
plan to offer within 
the next three years?
Yes, Firm Wide 6 5 9 7 12Yes, Local Option 2 2 * * *No 92 93 91 93 88




VARIATIONS IN FLEXIBLE WORK OPTIONS OFFERED AND PLANS TO IMPLEMENT
(Percentage Distributions)






Firms Under 5 5 - 1 0 11 - 20 Over 20
5 5 6 2 4
Yes, Local Option 2 3 1 * 7No 93 92 93 98 89
If no, does firm plan 
to offer within the 
next three years?
Yes, Firm Wide 1 1 1 2 5Yes, Local Option * * * * 1No 99 99 99 98 93




VARIATIONS IN FLEXIBLE WORK OPTIONS OFFERED AND PLANS TO IMPLEMENT
(Percentage Distributions)
All






Firms Under 5 5 - 1 0 11 - 20 Over
19 20 17 19 16
Yes, Local Option 5 5 4 1 12No 76 74 79 80 72
If no, does firm plan 
to offer within the 
next three years?
Yes, Firm Wide 5 3 6 2 12
Yes, Local Option 1 2 1 4 4No 94 94 93 94 84




VARIATIONS IN FLEXIBLE WORK OPTIONS OFFERED AND PLANS TO IMPLEMENT
(Percentage Distributions)







Firms Under 5 5 - 1 0 11 - 20 Over 20
36 33 40 50 30Yes, Local Option 8 10 5 2 17No 56 57 55 47 53
If no, does firm plan 
to offer within the 
next three years?
Yes, Firm Wide 5 2 7 7 7Yes, Local Option 1 2 * 1 1No 94 95 93 91 91
* Less than 0.5 percent.
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VARIATIONS IN PROGRAMS FOR PROFESSIONAL STAFF
(Percentage Distributions)
TABLE 23




Firms Under 5 5 - 1 0 11 - 20 Over 20
Program currently 
in place?
Yes, Firm Wide 6 4 7 10 25
Yes, Local Option 1 1 1 2 2No 93 95 92 88 73
If yes, is partici­
pation mandatory for 
professionals?
Yes 91 X X X XNo 9 X X X X
If no, does firm plan 
to implement within 
the next three years?
Yes 8 6 10 14 30No 92 94 90 86 70





VARIATIONS IN PROGRAMS FOR PROFESSIONAL STAFF
(Percentage Distributions)






Firms Under 5 5 - 1 0 11 - 20 Over 20
8 5 7 24 41
Yes, Local Option 2 1 1 3 10
No 90 94 93 72 49
If yes, is partici­
pation mandatory for 
professionals?
Yes 77 X X X XNo 23 X X X X
If no, does firm plan 
to implement within 
the next three years?
Yes 3 2 6 11 30No 97 98 94 89 70
No cross-tabulations are given in this category because





VARIATIONS IN PROGRAMS FOR PROFESSIONAL STAFF
(Percentage Distributions)





Firms Under 5 5 - 1 0 11 - 20 Over 20
Program currently 
in place?
Yes, Firm Wide 13 9 16 30 44
Yes, Local Option 3 3 3 4 9No 84 88 81 66 46
If yes, is partici­
pation mandatory for 
professionals?
Yes 66 73 61 57 64No 34 27 39 43 36
If no, does firm plan 
to implement within the 
next three years?
Yes 8 6 9 22 37




VARIATIONS IN PROGRAMS FOR PROFESSIONAL STAFF
(Percentage Distributions)




Firms Under 5 5 - 1 0 11 - 20 Over 20
Program currently 
in place?
Yes, Firm Wide 1 1 1 2 4
Yes, Local Option 1 1 1 1 2
No 98 98 98 97 94
If yes, is partici­
pation mandatory for 
professionals?
Yes 68 X X X XNo 32 X X X X
If no, does firm plan 
to implement within the 
next three years?
Yes 2 2 3 5 17No 98 98 97 95 83
X No cross-tabulatioiis are given in this category because 





VARIATIONS IN PROGRAMS FOR PROFESSIONAL STAFF
(Percentage Distributions)
AICPA Members in Firm
DIVERSITY TRAINING
All
Firms Under 5 5 - 1 0 11 - 20 Over 20
Program currently 
in place?
Yes, Firm Wide 4 3 6 7 4
Yes, Local Option 1 1 1 1 4No 95 96 93 92 92
If yes, is partici­
pation mandatory for 
professionals?
Yes 70 X X X XNo 30 X X X X
If no, does firm plan 
to implement within 
the next three years?
Yes 2 2 2 5 14No 98 98 98 95 86
No cross-tabulations are given in this category because










1211 Avenue of the Americas 
New York, NY 10036-8775
(212) 596-6200 
Fax(212) 596-6273
December 3 ,  1993
Dear Managing Partner:
Issues concerning women’s upward m obility as well as the challenge of balancing career and family 
have risen on the agenda of American business. These issues are also a high priority for the AlCPA.
The AlCPA Women & Family Issues Executive Committee was established to help the accounting 
profession address the career advancem ent of women CPAs and the ability of both men and women 
to achieve a balance among personal, family, and professional responsibilities.
The Committee is conducting a survey to gather data on men and women in the accounting profession, 
as well as data on CPA firm s’ women and fam ily Initiatives. We would like you, as the Managing Partner, 
to com plete the enclosed questionnaire, if appropriate, or transm it it to your Human Resources Manager 
or other staff person and encourage your firm ’s participation in this important endeavor.
Please note that the survey is entirely confidential and we are not asking the identity of your firm . 
In no way will your name or the firm ’s name be associated with the responses. The data gathered will 
be used in summary form only.
Please return your firm ’s com pleted questionnaire in the postage-paid envelope provided by Decem­
ber 24, 1993. Thank you in advance for contributing to the success of this important effort.
Sincerely,
Dom inic A. Tarantino 
Chair, Board of Directors
Shirley J. Cheramy
Chair, Women & Family Issues
Executive Committee
PS. For a copy of the survey results, please complete the enclosed reply card and return it to the 
address indicated (please do not return it with the completed questionnaire).
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WOMEN & FAMILY ISSUES SURVEY
Note: Your responses should cover all of your firm’s domestic offices or locations only for your firm’s most recent 
fiscal year(s).
I. Professionals At Your Firm
Note: For the purposes of this survey, professionals mean client service professionals only and are defined as 
CPAs, prospective CPAs, and others with a similar amount of academic training in a field that is part of the 
practice of public accounting (e.g., consulting).
Partners and others in equivalent positions (such as Shareholders) are included in the above definition.
Position Does Number of Number of Total Data Not







1. Please indicate below—for males and females—the total number of professionals: currently employed full-time by your
firm, currently employed on a regular part-time basis by your firm, hired (experienced and entry level) by your firm 
within the last three years, admitted to Partner or as Shareholder within the last three years, promoted (to various levels) 
within your firm within the last three years and who left your firm within the last three years. (If your answer in any cate­
gory is none, enter 0.)
Professionals
a. Currently employed full-time 
by your firm
b. Currently employed on a 
regular part-time basis by 
your firm
c. Hired within the last three years
d. Admitted to Partner or admitted 
as Shareholder within the last 
three years
e. Promoted to Principal within 
the last three years
f. Promoted to Director within the 
last three years
g. Promoted to Senior Manager 
within the last three years
h. Promoted to Manager within 
the last three years
i. Promoted to Supervisor/Senior 
within the last three years














Please indicate below the current total number of male and female professionals who are partners/shareholders, 
principals, directors, senior managers, managers, supervisors/seniors, and staff accountants at your firm. (If your 







d. Senior Managers □
e. Managers □
f. Supervisors/Seniors □


















Please indicate below, for the past three years, the turnover (those who leave the firm) among male and female 
partners/shareholders, principals, directors, senior managers, managers, supervisors/seniors, and staff accountants at 
your firm. (If your answer in any category is none, enter 0.)
(NOTE: The grand total in this question should match the total number of professionals you indicated left the firm 










a. Partners/Shareholders □ □  [164]
b. Principals □ □
c. Directors □ □
d. Senior Managers □ □
e. Managers □ □
f. Supervisors/Seniors □ □
g. Staff Accountants □ □
Totals: [235]
Please indicate below the number of male and female professionals currently in each of the following senior
management positions that exist within your firm. (If your answer in any position that exists in your firm is none, enter 0.)
Professionals
Position Does Number of Number of
Firm Management/Practice Management Not Exist Males Females
a. Policy level senior partners
b. National practice management level/senior partners/ 
vice chairs
c. Regional partners









Client and Functional Service Areas
a. Firm Director of Audit
b. Firm Director of Tax
c. Firm Director of Consulting
d. Firm Directors of Client Service Practice Areas
(e.g., information technology, litigation, actuarial and benefits)
e. Firm Directors of Industry Specialty Areas 
(e.g., health care, real estate, financial services)
f. Other senior management positions not included above 
(please specify):
Position Does Number of Number of









5a. Does your firm offer any alternative partnership or shareholder arrangements (e.g., part-time partnership/shareholder 
salary only, graduated benefits)?
□  Yes □  No (Skip to question 6a.) [314]
b. Please describe the alternative partnership or shareholder arrangements that your firm offers (including criteria, time 
limits, etc.).
6a. Does your firm offer a non-partnership or non-shareholder career alternative for professionals?
□  Yes □  No (Skip to question 7a.)
b. Please indicate the year in which your firm instituted this non-partnership or non-shareholder career alternative, and 
the number of male and female professionals currently using this alternative. (If none, enter 0.)
[315]
Year in which non-partnership or non-shareholder career alternative was instituted
Number of male professionals currently using this alternative_____________





c. Please describe your firm’s non-partnership or non-shareholder career alternative.
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7a. Does your firm allow professionals to utilize flexible work options (e.g., part-time hours) after the birth of a child and 
continue on the partner/shareholder track?
□  Yes, formal policy □  Yes, informal policy □  Yes, case-by-case basis 
b. Please describe these options (eg., time limits, length of service requirements, etc ).
□  No (Skip to question 8a.) [326]
8a. Please indicate in Column A whether your firm currently has a program or policy (either written or unwritten) in each 
area listed.
For those area(s) where your firm does no t currently have a program or policy, please indicate in Column B whether 
your firm plans to implement a program or policy in the area within the next three years.
Column A Column B
Does your firmcurrently have a program or policy (either written or unwritten)?









a. Maternity leave (paid or unpaid) □ □ □ □ □ □
b. Paternity leave (paid or unpaid) □ □ □ □ □ □
c. Child care resource and 
referral program □ □ □ □ □ □
d. On-site firm-sponsored 
child care facility □ □ □ □ □ □
e. Off-site firm-sponsored 
child care facility □ □ □ □ □ □
f. Sick/emergency child care □ □ □ □ □ □
g. Elder-care leave □ □ □ □ □ □
h. Adoption Assistance □ □ □ □ □ □
i. Dependent Care
Flexible Spending Account □ □ □ □ □ □
[327-328]
[343-344]
b. For those areas listed above in which your firm currently has a policy or program, does your firm intend to make any 
changes to these policies or programs within the next three years? (If your firm does not have a policy or program in 
any of the above areas, please check here □  and skip to question 9.)
□  Yes □  No (Skip to question 9)
c. Please briefly describe the planned changes. [Write the first letter from above corresponding to the policy(ies) that will 
change, then briefly describe the change(s).]
[345]
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9. Of the female professionals who have had a child within the past three years while with your firm, please Indicate below 
the number that returned to the firm on a full-time basis, returned to the firm on a part-time basis, or did not return 
to the firm.
(If no female professionals had a child within the past three years while with your firm, please check here □  and 
skip to question 10a.)
Data Not
Available
a. Returned to the firm on a full-time basis  [346-348]
b. Returned to the firm on a part-time basis  [349-351]
c. Did not return to the firm □ [352-354]
10a. Please indicate in Column A which, if any, of the following flexible work options your firm currently offers.
For those option(s) that your firm does not currently offer, please indicate in Column B whether your firm plans to 
implement the option within the next three years.
Column A Column B
Does your firm 
currently offer...?
If your firm does not currently offer 
the option, does your firm intend 
to offer it within the next three years?
Yes, Yes, local Yes, Yes, local
firm-wide office option firm-wide office option No
a. Flex-time hours □ □ □ □ □ □
b. Part-time hours □ □ □ □ □ □
C. Job Sharing □ □ □ □ □ □
d. Work-at-home options □ □ □ □ □ □
e. Special summer or holiday hours □ □ □ □ □ □
[355-356]
[363-364]
b. For those option(s) listed above which your firm currently offers, does your firm intend to make any changes in the near 
future? (If your firm does not offer any of the above options, please check here □  and skip to question 11.)
□  Yes □  No (Skip to question 11)
c. Please briefly describe the planned changes. [Write the first letter from above corresponding to the policy(ies) that will 
change, then briefly describe the planned change(s).]
[365]
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11. For those programs or policies concerning work and family issues (e.g., flexible work options, parental leaves of 
absence and other programs described in questions 8 and 10 above) which your firm currently offers, plans to change, 
or plans to offer within the next three years, please indicate below the overall importance of each of the following factors 





a. Recruitment □ □ □
b. Retention □ □ □
c. Managing costs or size of workforce □ □ □
d. Addressing work/family concerns □ □ □
e. Value of individuals □ □ □
f. Absenteeism □ □ □
g. Productivity □ □ □
h. Morale □ □ □
i. Other . □ □ □
(Specify)
Please indicate in Column A whether your firm currently has a program in each area listed below.
If your firm currently has a program in the area, please indicate in Column B whether participation in the program is
mandatory for professionals at your firm.
If your firm does not currently have a program in an area, please indicate in Column C whether your firm plans to
implement a program in the area within the next three years.
Column A Column B Column C
If program If a program is not
in place, is currently in place,
participation does your firm plan
Program mandatory for to implement one in
currently in place? professionals? the next three years?
Yes, Yes, local
firm-wide office option No Yes No Yes No
a. Sexual harassment sensitivity training □ □ □ □  □ □  □
b. Formal mentoring □ □ □ □  □ □  □
c. Gender awareness training □ □ □ □  □ □  □
d. Diversity training □ □ □ □  □ □  □
e. Leadership development training □ □ □ □  □ □  □






13a. Does your firm have a relocation assistance policy or program?
□  Yes □  No (Skip to question 14) [393]
b. Does your firm ’s relocation assistance policy or program include job placement assistance for professionals’ spouses?
□  Yes □  No [394]
c. Please describe your firm ’s relocation assistance policy or program.
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14. Please indicate in Column A whether your firm has a policy (either written or unwritten) in each area listed below.
If your firm does have a policy in that area, please indicate in Column B if the policy has been changed as a result 
of the increase in female professionals.
Column A Column B
Does the firm have a policy 
(either written or unwritten)?
Has the policy been changed as a result of 
the increase in female professional staff?
Policy On: Yes No Yes No
a. Sexual harassment □ □ □ □ [395-396]
b. Client assignments □ □ □ □
c. Criteria in selecting 
managers and partners □ □ □ □ [399-400]
15a. Does your firm have a nepotism policy?
□  Yes □  No (Skip to question 16a.) [401]
b. If yes, does the policy apply to (Check one only):
□  Staff only
□  Staff and clients
□  Both staff and clients [402]
c. Which of the following provisions are included in your firm’s nepotism policy? (Check all that apply)
□  Hiring relatives of key client officials is subject to SEC/industry rules [403-406]
□  Relatives of partners may not work in the same office as the partner
□  Firm employees cannot supervise relatives
□  None of the above
d. Please further describe your firm’s nepotism policy.
16a. Is there a person at your firm who is designated to address gender/workforce diversity issues? 
□  Yes □  No (Skip to question 17a.)
b. What is the title of this person?_______________________________________________________
c. What is the title of the person to whom this individual reports?.
17a. Is there a person at your firm who Is designated to address work/famiiy issues? 
□  Yes □  No (Skip to question 18a.) 
b. What is the title of this person? _________________________________________








18a. Does your firm have a committee, task force, or other group to deal specifically with:
gender/workforce diversity issues? □  Yes □  No
work/family issues? □  Yes □  No
b. If yes, please describe the objectives/goals of the committee(s), task force(s), or other group(s).
[413]
[414]
c. If no, does your firm intend to establish a committee, task force or other group to deal with;
gender/workforce diversity issues? □  Yes 
work/family Issues? □  Yes
19a. Has your firm taken any other actions to deal with:
gender/workforce diversity issues? □  Yes 
work/family issues?   Yes
b. If yes, please describe the ‘‘other actions.”
□  No [415]
□  No [416]
□  No [417]
□  No [418]
20. Please use the following space for any comments that you would like to make about women and/or family issues in the 
accounting profession.
III. Demographics
21. The state in which your firm is headquartered
22. Which of the following most closely describes your firm?
□  Local firm □  National firm
□  Regional firm □  International firm
[419-420]
[421]
23. Please indicate below—for all domestic offices or locations—the total number of AlCPA members In your firm. [422-423]
□  One  3-4 □  7-10 □  21-50 □  76-100 □  201-1,000
□  Two □  5-6 1 1  -20  □  51 -75 □  101 -200 □  Over 1,000
-105-
OPTIONAL
If your firm would be willing to be contacted for follow-up information, please provide the name, title, and phone number 




If you are willing to share with us copies of your firm’s policies which cover the issues addressed in this survey, please 
send them to:
Cecelia H. Manley, Manager, Women & Family Issues 
Academic & Career Development Division 
American Institute of Certified Public Accountants 
1211 Avenue of the Americas 
New York, NY 10036-8775
All information provided will be held strictly confidential.
[424]
THANK YOU FOR YOUR COOPERATION
Please return your completed questionnaire in the postage-paid envelope provided or send to:
Women & Family Issues Survey 
AlCPA
1211 Avenue of the Americas 
New York, NY 10036-8775
December 1993
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